L'objet de cet article est de fournir une comparaison détaillée des tendances du travail au noir au Canada et aux États-Unis et d'estimer les causes possibles de ces tendances. Les statistiques démontrent que les deux pays ont connu de fortes hausses dans les taux de travail au noir chez les femmes, les personnes qui ne se sont jamais mariées, les jeunes et les travailleurs qui oeuvrent dans le secteur des services alors que les personnes avec une éducation universitaire ont constamment maintenu des taux élevés de travail au noir. Les travailleurs au noir américains demeurent plus sujets à combiner un emploi à temps plein et un emploi à temps partiel alors que les canadiens deviennent davantage des détenteurs de plusieurs emplois à temps partiel. Nous examinons la mesure dans laquelle les changements dans les taux de travail au noir sont causés par des changements dans la composition de la population active, des facteurs provenant du côté de l'offre d'emploi et des facteurs provenant du côté de la demande d'emploi. Des recommandations de politiques concernant la transition du bien-être social au travail et la protection infantile, les taxes sur la masse salariale et les avantages sociaux concluent.
INTRODUCTION
C hanges in moonlighting, or multiple job-holding, have occurred alongside many other labour market transformations experienced by both Canada and the United States over the last few decades. The increased prevalence of moonlighting has not gone unnoticed by researchers on either side of the border. In Canada, Cohen (1994) and Webber (1989) increases in the incidence of moonlighting among women, young persons, part-time primary jobholders, and service workers, while Pold (1995) has documented increases in the moonlighting rates among families. In the US, Stinson (1986 Stinson ( , 1990 and Sekscenski (1980) have described the strong increases in moonlighting for women, while Levenson (1995) has highlighted the increased prevalence of multiple job-holding among college-educated workers and, in particular, college-educated women.
This paper examines trends in moonlighting over time for both females and males in Canada and the United States. We describe the trends in moonlighting rates across a variety of characteristics and highlight changes in the composition of moonlighters. Our analyses link the trends in moonlighting to other labour market changes and differing institutional structures in order to assess possible underlying causes. We examine the degree to which changes in moonlighting rates are driven by labour force compositional effects, labour supply-side factors, and labour demand-side factors.
We also provide an assessment of the relative plausibility of these alternative explanations for multiple job-holding. To do so we draw on two sources of information. First, we review econometric evidence that examines hypotheses for multiple jobholding such as hours constraints and job heterogeneity. Second, we tabulate survey data that provide self-reported reasons for taking a second job.
Finally, we draw on our results to make a series of conditional policy recommendations. An examination of the potential underlying reasons for multiple job-holding can have implications for changes to existing public policies or the introduction of new policies to improve labour market conditions. For example, recent changes to the Canadian unemployment insurance program (now called employment insurance) have extended coverage to include jobs under 15 hours per week (Government of Canada 1995) . This public policy amendment eliminates the pre-existing distortion in the non-wage payroll component of part-time versus full-time compensation. And, like their full-time counterparts, it provides workers holding multiple part-time jobs access to insurance against job loss.
MOONLIGHTING TRENDS
Moonlighting rates in Canada and the US have risen over the last few decades in the midst of an increasingly changed work world. In this section, we examine and compare the trends in moonlighting rates across a variety of characteristics and describe the changes in the composition of moonlighters. Before delving into the statistics, we provide a brief overview of general labour market changes that have occurred in Canada and the US over the last two decades, upon which we will expand throughout our analyses.
Both Canada and the US have experienced increases in the percentage of their working-age population who are employed mainly as a result of increases in labour market activity by women. However, labour force participation among young workers of both sexes in Canada and for very young male workers in the US has fallen throughout the 1990s. Unemployment rates in the two countries were similar in the 1960s and 1970s but diverged after the 1981-82 recession, as the rates in Canada remained relatively high and those in the US returned to lower levels. Work patterns have changed dramatically in both countries. Indeed, beyond changes in moonlighting, both countries have experienced increased part-time work (particularly involuntary part-time employment), more temporary work, and increased self-employment. Also, workers, on average, have suffered from stagnant real wages and increased earnings polarization. Poverty rates have increased as well, in particular for children. Income levels have also become more polarized, although to a greater degree in the US as the Canadian social safety net cushioned changes in the income levels of many
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CANADIAN PUBLIC POLICY -ANALYSE DE POLITIQUES, VOL. XXV, NO. 2 1999 Canadians. The industrial areas in which people work have also changed: both countries have experienced a shift from the manufacturing sector to the service sector. Finally, the institutional structures within which employers and employees operate have also experienced change. For instance, unionization rates and real minimum wages have fallen in the United States. In both countries, the non-wage component of employee remuneration has increased as payroll taxes have risen and non-wage benefits play an increasingly important role in compensation.
Let us now turn our attention to moonlighting trends. The Canadian data for our trend analyses are drawn from the Survey of Work Arrangements for the year 1991 and the Labour Force Survey for the years 1981, 1985, and 1995 . The US data for the years 1981, 1985, and 1991 are drawn from the May supplement of the Current Population Survey (CPS). Statistics for 1994 come from unpublished tables from the US Bureau of Labor Statistics. 1 We include in our sample individuals aged 17-64 with positive hours of work (including students) and we omit unpaid family workers.
Trend Statistics
Tables 1-3 provide moonlighting rates over time across a variety of characteristics and by gender for both Canada and the United States. 2 The changes in the distribution of moonlighters are found in Tables  4-6 . Both Canada and the US have experienced increases in their overall rates of moonlighting since the early 1980s, although to a greater extent in Canada. In Canada, there has been roughly a 50-percent increase in the incidence of moonlighting, from 3.38 percent in 1981 to 5.04 percent in 1991. In the US, the rate reached 6.01 percent in 1991, up from 4.62 percent ten years earlier. In the last few years, the incidence of moonlighting has continued to climb steadily in Canada, reaching 5.47 percent in 1995, while it leveled off at just under 6 percent in the US.
The moonlighting rate for women has increased substantially in both countries. In fact, in the US it is the increasing female rate that has driven the overall increase in the incidence of moonlighting, as the male rate has been more or less flat over the last two decades. In 1991, the female moonlighting rates in Canada and the US were roughly equal at 5.3 percent, up by 2.29 and 1.17 percentage points, respectively, from 1981. In Canada, the male moonlighting rate has been growing, albeit more slowly than the rate for women, hence by 1991 the female rate had surpassed the male rate. Indeed, between 1981 and 1995 the female moonlighting rate doubled in Canada. Furthermore, women now make up 50 percent of all moonlighters in Canada due both to their increasing moonlighting rates and increased employment rates. In the US, during the 1980s, the female share among moonlighters remained roughly constant at about 40 percent, but by 1994 women accounted for 46 percent of all moonlighters. These trends in female moonlighting mirror the overall labour market trend for North American women workers, namely that their labour force behaviour has been becoming more like that of men for many years. This is driven in part by rising education levels and changes in occupational choices.
Differences in rate changes are also observed across age groups. In both countries, moonlighting rates have increased for young persons (age 17-24). By 1991 in Canada, young persons had the highest moonlighting rate (5.42 percent) among all age categories. This rate increased to 7.3 percent in 1995, driven by the escalation in the moonlighting rate for young women to 8.63 percent. In the US, while the percentage increase in moonlighting rates was the highest for young persons, those aged 25-44 continued in 1991 to have the highest moonlighting rate among age categories at 6.57 percent. By 1994, young persons in the US moonlighted at rates greater than any other age group. While the incidence of moonlighting increased for young workers in both countries, the share of young persons among moonlighters actually decreased over the same period due to a smaller share of youth workers and increasing youth unemployment. Turning to education categories, university graduates in both countries continue to have the highest moonlighting rates, reaching 6.94 percent in 1995 in Canada, and 8.04 percent in 1991 in the United States. By 1991, higher-educated Canadian women moonlighted at rates greater than comparable men, while in the lower education categories male rates continued to dominate. In the US, men continued to moonlight at higher rates than their female counterparts in all education categories. In both countries, by 1991 the proportion of moonlighters with at least some postsecondary education was roughly 60 percent, and those with university degrees made up onefifth and one-third of all moonlighters in Canada and the US, respectively. The largest changes in the distribution of education among moonlighters occurred in Canada, where, as a result of increases in moonlighting rates for more highly educated females combined with an increasing share of such women in the workforce, the proportion of Canadian female moonlighters with postsecondary education increased from approximately 35 percent in 1981 to 73 percent in 1995. The corresponding trend in this proportion for US female workers is from 48 percent to 58 percent in 1985. More educated workers are likely to seek full-time work hours, and relatively poor full-time job prospects in Canada (due to persistently high overall unemployment rates) may force these female workers to combine multiple part-time jobs to approach full-time hours. 3 Additionally, these findings with regard to education contradict the implication in the popular media that moonlighting is an "affliction" of the most disadvantaged workers. On the contrary, because each additional foregone hour of leisure faces a rising marginal valuation, if the substitution effect dominates then those who are most likely to moonlight, other things held equal, would be those with the relatively greatest wage opportunities on the second job. Also, workers with higher education levels are more likely to be salaried on their primary jobs, and so extra hours worked on the primary job will not increase earnings.
Students also have exhibited rising moonlighting rates. Due to US data constraints, students are restricted to the ages 17-24, hence the categorization reflects both age and student status. In Canada, student moonlighting rates rose from 3.83 percent to 6.07 percent from 1981 to 1995, while in the US the rates more than doubled just from 1985 to 1991, rising from 2.01 percent to 5.31 percent. Breaking students into full-time and part-time groups reveals that both subgroups have experienced large increases in moonlighting rates. The most striking increase can be seen for Canadian female part-time students who nearly tripled their moonlighting rates, rising from 5.45 percent to 18.79 percent. However, excluding students from our overall samples for each year does not significantly affect the overall moonlighting rates for each year.
Looking at marital status, in Canada, nevermarried individuals switched from having the lowest moonlighting rate (3.26 percent) among the marital status groups in 1981 to having the highest rate (5.11 percent), by a small margin, in 1991; by 1995 the rate reached 6.31 percent. The rates for the nevermarried group were up for both genders but, in particular, for never-married women (7.49 percent in 1995). These results are consistent with the strong increases in moonlighting rates witnessed for young persons. In the US, the never-married and "other" marital groups experienced significant increases over the 1981-91 period, with the "other" group recording the highest rate of all groups by 1991. 4 However, by 1994 in the US, similar to Canada, never-married individuals emerged with the highest rates. Again, this result was consistent across gender. While the proportion of moonlighters who are married has declined in both countries, driven by declines in the proportion of married male moonlighters, married individuals still comprise the majority of all moonlighters.
The incidence of moonlighting for individuals with children aged 0-5 increased in Canada from 3.48 percent to 5.07 percent between 1981 and 1991 and reached 5.52 percent in 1995. Unfortunately, we do not have data on this characteristic for the US for the years prior to 1991. However, we should note that the Canadian rate, even in 1995, still remained lower than the 1991 US rate of 6.26 percent. Note that the US rate differs substantially by gender (7.89 percent for males versus 3.90 percent for females). There are also gender differences worth noting for Canada. In 1981 and 1985, men with young children moonlighted at rates greater than those for women with young children, but by 1991 this trend had reversed itself. And, by 1995, women with children under the age of six were moonlighting at a rate of 5.59 percent in Canada. This suggests a reversal in the relative strength of the income and substitution effects for women in Canada, implying that the desire (or need) for extra income supersedes the desire for extra time with children. In the US in 1991 (from calculations not appearing in the tables), extra information can be garnered by looking at marital status along with the presence of young children. Divorced or never-married fathers of young children moonlight at relatively high rates. In fact, divorced fathers with young children moonlight at a rate of 12.88 percent, twice as high as the general population. This shows that marital status is important to the moonlighting behaviour of fathers.
Turning now to the changes in the hours moonlighters work, we see that the average total number of hours worked by moonlighters decreased over the 1980s by about two hours per week in Canada and by only half an hour in the US, and remained significantly higher in the US at 51.9 hours per week compared with 43.3 hours per week in Canada. In the US, this overall change in hours has been driven by a fall in average hours of work by women (due to women entering the labour force with part-time work) that counteracted the increase in hours by males. In Canada, quite the opposite has occurred, with the overall change being driven by adjustments in hours worked by men: female moonlighters worked on average slightly more hours per week, reaching 39.2 hours per week in 1995, while males reduced their hours to 48.6 by 1995. This downward trend in hours in Canada is driven by fewer moonlighters working in the high tail of the hours distribution and more moonlighters working part-time hours. As will be discussed later in the paper, this may be driven in part by persistently high overall unemployment rates in Canada.
The incidence of moonlighting among those who hold a part-time primary job reached 10.69 percent in Canada in 1995, up from 6.83 percent in 1985. The percentage increase in moonlighting rates among this group was more than double the increase in the rate for those holding full-time primary jobs, rising from 3.46 percent in 1985 to 4.34 percent in 1995. Further, by 1995 just over one-third of all Canadian moonlighters held a primary job that was part-time. For females, one-half of moonlighters held part-time primary jobs, but only 20 percent of male moonlighters do so. Also, we can see from the distribution of hours that 25 percent of female moonlighters remained part-time workers. This suggests that fully one-quarter of female moonlighters may be holding multiple jobs in order to attain full-time weekly hours of work. On the other hand, one-quarter of female moonlighters remain part-time workers even after holding a second job.
In the US, the incidence of moonlighting in 1981 was roughly a percentage point higher (at 5.56 percent) for workers with part-time versus full-time primary jobs. By 1991, workers with a part-time primary job moonlighted at a rate of 7.37 percent, versus 5.81 percent for those holding a full-time primary job. This increased gap, however, is significantly smaller than the gap in rates between these two groups for Canada. However, similar to Canada, significant gender differences continue to exist; in 1991, the moonlighting rate for workers with a parttime primary job was 7.76 percent for women versus 6.44 percent for men. The proportion of moonlighters who hold a part-time primary job in the US rose only slightly over the 1980s reaching 16 percent, in 1991, but jumped to 22.6 percent in 1994. Indeed, US moonlighters are much more likely to be "job-packaging" (that is, adding a part-time job to a full-time primary job) than their Canadian counterparts, who are becoming increasingly likely to combine multiple part-time jobs. It is likely that the causes for this full-time/part-time job difference across countries are related to full-time job availability and the non-wage benefits associated with full-time jobs. As mentioned earlier in the paper, the US has had a tighter labour market than Canada in recent years, suggesting that relatively more fulltime jobs are available. Additionally, in the US, fulltime hours with a single employer are usually required in order to be eligible for employer-provided health insurance coverage. These causes probably also explain why US female moonlighters are more like their male counterparts in packaging a full-time with a part-time job.
The incidence of moonlighting among the selfemployed has risen in both countries, remaining significantly above the overall average moonlighting rates in Canada and staying below the average rates in the US. Yet self-employed individuals in the US experienced an above-average percentage increase in rates, increasing from 3.66 percent in 1985 to 4.89 percent in 1991. In Canada, the moonlighting rate for the self-employed reached 7.80 percent in 1995, driven by an increase in the rate among females which rose just above 9 percent in the 1990s. 5 Now we turn to occupational status. Managerial, service, and primary occupations have consistently had above-average moonlighting rates since 1981. 6 Consistent with the high agricultural sector moonlighting rates for Canada, Canadian men and women working in primary occupations have continued to have the highest moonlighting rates across all occupational groups. While in 1981, managerial occupations scored the second highest moonlighting rates for both men and women in Canada (though in absolute terms the rate for men was substantially higher than that for women), the rate for females in managerial positions increased so strongly that by 1995 it surpassed the rate for their male counterparts in this occupation. Indeed, the incidence of moonlighting among female managers rose from 3.73 percent in 1981 to 6.92 percent in 1995, and by 1995 the proportion of female moonlighters in managerial occupations represented 44 percent, up from a share of 32 percent in 1981.
In the US, managers held the highest moonlighting rates at 6.53 percent in 1981, but by 1991 the rate for service workers had increased to reach 7.35 percent, becoming the highest rate across all occupations. This change was driven by increases in the already high moonlighting rate for male service workers, to 9.84 percent. While in 1981, females in US managerial positions had particularly high rates of moonlighting, by 1991 the rates for those in primary occupations had increased five full percentage points to reach 8.45 percent which, similar to their Canadian female counterparts, was the highest rate across all occupation groups in that year.
Among industrial groups, agriculture has had the highest moonlighting rates historically, while the majority of those who moonlight work in the service sector. In Canada, the agricultural industry continued to have the highest moonlighting rates (for both genders) though the gap for the service industry has narrowed. In fact, over the 1980s, the rates of moonlighting in the service sector rose significantly in both countries. In particular for Canada, strong increases occurred for males over the 1981-91 period in the business service sector, and more recently in the personal service sector. The US also witnessed substantial increases in moonlighting rates in the service sector, in particular in community services. Also of note, US males working in the business service industry experienced increases as moonlighting rates rose from 3.40 percent in 1981 to 6.52 percent in 1991, while public administration moonlighting rates rose from 7.45 to 12.81 percent.
Unlike their US male counterparts, women in the US agricultural industry had actually moonlighted at rates below women in the service sector in 1981, but by 1991 this was reversed with a 4.5 percentage point increase in the incidence of moonlighting in the female agricultural sector. Canadian women also experienced increases in the agricultural sector, with rates doubling from 1981 to 1991 to reach 8.53 percent, and then rising to 11.48 percent by 1995. The most significant change in the distribution of female moonlighters across industries was a further increase in the proportion of those working in the already well-represented service sectors. 7 EXPLANATIONS FOR THE TRENDS Having described the overall changes in the rates of moonlighting in both Canada and the US, we now examine potential underlying causes. There may be several contributing factors. First, the overall moonlighting rates may be driven by changes that have occurred in the composition of the workforce. That is, there simply may be more workers of the type who traditionally have had above-average moonlighting rates. Second, on the supply-side of the labour market, changes in multiple job-holding may be driven by changes in labour supply preferences. Changes in moonlighting rates may reflect a desire for increased flexibility by workers or the desire to secure non-wage benefits (such as health-care benefits in the US). It may also be a response to increased economic insecurity and hardship. Finally, demand-side factors highlight the degree to which the demand for part-time versus full-time labour, contract/temporary versus permanent workers, and hourly versus salaried workers underlie the changes in moonlighting rates among North American workers. Labour market demand has been affected as firms increasingly try to minimize their wage bills and by changes resulting from distortions in the relative prices of labour due to the differential application of payroll taxes and benefits to various types of labour. To assess the degree to which these underlying factors account for the changes in multiple job-holding, we review econometric evidence that examines hypotheses such as hours constraints faced by workers on their primary jobs and job heterogeneity, and we draw on survey data that report reasons for taking a second job.
Compositional Effects
The composition of the share of the workforce as a whole has evolved in Canada and the US over the last 20 years. An increase in the workforce for those groups who traditionally have had high rates of moonlighting or of those who have experienced the strongest increases in moonlighting will serve to push the overall moonlighting rate upwards. More working women, more educated workers, more selfemployed workers, more service jobs, and more part-time, contract, and temporary workers all fit this description. Changes in the type of employed workers such as part-time, contract, and temporary will be examined under demand-side factors.
Both Canada and the US have experienced significant increases in labour force participation by women over the last few decades. In addition to strong increases in the 1950s, 1960s, and 1970s, employment among women has continued to rise since the early 1980s, particularly for women with young children. In Canada, data from the Labour Force Survey show that the employment rate for all women rose from 48.9 percent in 1981 to 52.8 percent in 1991. This rate has leveled off in the 1990s, equaling 52.1 percent in 1995. Women in their prime working years (aged 25-44) experienced a ten-percentage point increase in the employment rate over the period 1981-91, reaching a rate of 70.7 percent in 1991. In the US, the employment rate of women rose from 47.7 percent in 1980 to 54.4 percent in 1990. By 1994 this rate had increased just slightly to 55.3 percent.
Recent declines in the labour force participation rates among young workers (under age 25) in Canada, however, have dampened the overall effects of the increases in moonlighting rates for this age group. Indeed, recall that in Canada, moonlighting rates increased from 5.42 percent in 1991 to 7.30 percent in 1995 for young workers, while Labour Force Survey data show that between 1991 and 1995 the labour force participation rates among individuals 15 to 24 years of age fell from 67.4 percent to 62.2 percent. In the US, overall participation rates for the young have been more or less flat since 1990, but did fall in the 1980s (US Department of Commerce, Bureau of the Census 1996).
Both countries have witnessed a strong shift from the manufacturing to service industries. According to Houseman (1995) , the percentage of employment in manufacturing in the US has declined steadily, from 28.7 percent in 1969 to 16.2 percent in 1993. The percentage in services rose from 15.8 to 27.4 percent over the same time period. Canadian timeseries data from the Labour Force Survey show that from 1976 to 1996, the shares of employment changed from 20.3 percent to 15.2 percent in manufacturing and 27.1 to 37.6 percent in services. In addition, we have witnessed strong growth in knowledge-intensive industries (Canada. HRDC 1995). "With globalization and the knowledge/information [era], the world is in the throes of one of its epic transformations. The information revolution will have impacts on the role of human capital not unlike the impact of the industrial revolution on the role of physical capital" (Courchene 1994, p. 232) . Note that not only has there been an industrial shift in North America, but the now-increased service sector has also experienced strong growth in moonlighting rates.
Labour Supply-Side Factors
Multiple job-holding can be thought of as voluntary, that is, reflecting individuals' preferences. Changes in the labour-supply preferences for holding multiple jobs may reflect the simple fact that individuals enjoy the non-pecuniary aspect of a second job; the desire for increased flexibility by workers, in particular by families; or, workers may work in one job to acquire non-wage benefits (in particular, health care in the US) and take a second job to satisfy personal preferences. This latter issue concerning employer non-wage benefits is discussed in the next section. For other individuals, the choice to hold multiple jobs may stem from increased economic insecurity and hardship.
The desire by workers for increased flexibility in combining work with other responsibilities increasingly may be being achieved by piecing together multiple jobs. Flexibility is no doubt becoming an increasing concern. "Flexible working-time arrangements often offer workers opportunities to carry out responsibilities in ways that better meet today's standards of fairness and equity within the family" (Canada. HRDC 1994, p. 9). In particular, women may be packaging their work hours differently in order to juggle family responsibilities such as child care. 8 This would provide an explanation for the substantial increases in moonlighting rates by women and, in particular, by those holding two part-time jobs. However, recall that relative to Canada, US female moonlighters are more like their male counterparts in terms of adding a part-time secondary job to a full-time primary job and hence job packaging.
The moonlighting rates of women with young children have grown steadily in Canada since 1981. Current research in Canada that examines the relationship between non-standard jobs and child-care arrangements shows that the use of multiple childcare arrangements (including the use of a spouse and the use of multiple non-parental child-care arrangements) by mothers who moonlight is substantially higher relative to those working mothers holding standard jobs (Powell 1997a) . While mothers may choose to hold two separate jobs to allow for increased parental care by the spouse, the aboveaverage use of multiple non-parental arrangements by mothers holding dual jobs may reflect a lack of flexibility within the child-care market. We cannot definitively say anything about the causation of this latter relationship, but a concern that arises here is the degree to which children are affected negatively by the instability inherent in being moved from arrangement to arrangement. A preference for flexibility may also be required increasingly among students who hold multiple part-time jobs to fit their school schedules and who have been facing substantial increases in tuition costs.
Let us now turn to economic hardship and insecurity that increasingly reflect the current landscape in which workers find themselves. "In today's economy the buoyant optimism of the 1950s and 1960s is missing. The result is a sense of insecurity that is especially harsh in the modern workplace whether it is experienced in the corporate board room, in the managerial office, or on the plant floor" (Canada. HRDC 1994, p. 8) . In the face of increased economic insecurity, workers may well be more willing to trade off leisure for work. Further, real earnings in both countries have stagnated, requiring increased work efforts to maintain stable standards of living, if not to avoid poverty.
Unemployment rates in Canada have remained relatively high since the 1981-82 recession. While the US unemployment rates have diverged downwards away from the Canadian rates, employment ratios in the two countries have remained fairly similar (Card and Riddell 1993) . The duration of unemployment spells in both countries has increased over the last few decades, exacerbating the fear of unemployment (Canada. HRDC 1995; Layard, Nickell and Jackman 1991; Horrigan 1987) .
Growing economic insecurity in the US has no doubt been fueled by increased polarization of income and increased poverty rates over the last decade (Danziger and Gottschalk 1995) . Beach and Slotsve (1996) show that family income polarization in Canada did not increase over the last two decades. This is due to the pooling effects of dual earners, relatively small increases in individual earnings inequality, and Canada's strong social safety net. Indeed, for the lower tail of the income distribution, Blank and Hanratty conclude that "poverty among both single-parent and two-parent families would decline dramatically if the United States adopted the average Canadian antipoverty transfer program" (1993, p. 219) .
Economic hardship in North America has also increased among workers who have been able to secure jobs. Real earnings have stagnated in Canada for young women, while for young men they have fallen. Older workers have enjoyed slow but positive real wage growth (Canada. HRDC 1995) . Changes in earnings polarization in Canada have also differed by gender; earnings polarization has increased for males, while it has decreased for females mainly due to an increase in full-time female workers (Beach and Slotsve 1996) . In the US, real wages have also been stagnant throughout the 1980s, and earnings polarization has increased to a much greater extent compared to Canada (Danziger and Gottschalk 1995; Mishel and Bernstein 1994) . Indeed, decreasing (if not stagnant) real wages for young persons provide a direct impetus for the strong increase in moonlighting rates that have occurred among this group in North America.
Canada and the US have also experienced increases in the polarization of hours of work for all workers, although mean hours per week have remained fairly stable (Sunter and Morissette 1994) . Indeed, not only are the increases in moonlighting rates contributing to the polarization of hours at the upper tail of the distribution, but non-moonlighters are also increasingly working longer hours, no doubt in an attempt to recoup earnings.
Institutional factors such as unionization and minimum wages have also played a part in these labour market changes. The unionization rate in Canada has remained stable. In the US, decreased unionization and the fall in real minimum wages have contributed to the increase in earnings polarization . Lemieux (1993) shows that the presence of unions in both countries reduces overall wage variation for men. He also estimates that the difference in unionization between the two countries explains 40 percent of the Canada/US difference in wage inequality. Further, Kuhn notes that "these policies [relatively high unionization rates and the maintenance of minimum wage standards] may both have mitigated the amount of wage polarization that would otherwise have occurred in Canada, and may be responsible for polarization taking the form of increased long-term unemployment and greater age, or generation gap in Canada rather than the increase in the working poor population seen in the United States" (1996, p. 306).
With respect to higher educated earners, Freeman and Needels (1993) reported substantially higher increases in college/high school wage differentials for the US versus Canada, attributable primarily to the faster relative growth in the number of university graduates in Canada. However, although US college graduates did experience relative wage gains and real wage growth throughout the 1980s, "older, white-collar workers were considerably more at risk of displacement [in 1991 compared to 1981] ... job displacement rates rose for more educated workers [and] these changes in the incidence of job displacement may be a reason for the reports of heightened anxiety regarding job loss" (Council of Economic Advisors 1996, p. 9).
Demand-Side Factors
As firms attempt to minimize their wage bills, they have changed their hiring practices in the competitive market place. In addition, firms' demands for labour also have been distorted increasingly due to the differential application of payroll taxes and benefit packages to different types of employees, such as part-time versus full-time, contract versus paid, and temporary versus permanent.
The Economic Council of Canada (1990) reported that 44 percent of all new jobs in Canada created between 1981 and 1989 were short-term or part-time jobs. More recent evidence from Canada (Canada. HRDC 1994 Pold 1994; Krahn 1995; Nakamura 1995) has confirmed an increasing trend of non-standard work in the form of part-time jobs, temporary employment, and self-employment.
Over the period 1975-93 in Canada, the number of part-time jobs increased at an annual rate of 4.5 percent, while full-time jobs increased by only 1.2 percent annually (Pold 1994) . Evidence from the US shows that while part-time employment has increased somewhat since 1980, the rate of involuntary part-time employment has risen by 45 percent over the period 1979-93 (Houseman 1995) . Houseman notes that these data suggest that the changes in part-time jobs are demand-driven. Indeed, rising numbers of moonlighters with part-time primary jobs, coupled with the increases described for such jobs, clearly contributes to the overall increase in moonlighting rates for Canada. This is true to a lesser extent in the United States.
The 1994 (Canadian) Report of the Advisory Group on Working Time and the Distribution of Work highlights the move by firms to hire "just-intime workers" to meet "just-in-time" production. Based on research from Statistics Canada, Human Resources Development Canada (1995) reports that the number of jobs lasting fewer than six months has increased significantly over the last 15 years. Our data available for Canada for 1991 (not detailed in the tables) show that temporary workers moonlight at above average rates. In the US, evidence from the Consumer Expenditures Survey shows that in 1982, 0.47 percent of the non-farm payroll was in temporary help and by 1995 this figure had risen to 1.83 percent (unpublished table from the US Bureau of Labor Statistics 1996). Kuhn (1996) , in his analysis of earnings polarization, refers to these types of changes in firms' behaviour as changes in "firms' human relations practices," highlighting that they consist of extensive contracting-out and the use of temporary and part-time workers, while keeping only a small core set of full-time employees. Noting the lack of empirical evidence, he poses the question of the degree to which such changes contribute to increased earnings polarization. If, as suggested here, such changes are contributing to increased multiple jobholding, then we may well expect that, in the aggregate, potential effects on earnings polarization would be even greater if such individuals were not taking on second jobs.
While firms try to minimize their wage bills by demanding non-standard jobs such as part-time, contract, and temporary work, changes in the relative non-wage component of labour costs for different bundles of labour have also affected the demandside of the labour market. Referring to part-time jobs, Gallaway succinctly notes "any additional factor which alters the relative cost of part-time vis-à-vis full-time employees ... [and] ... while these reasons may be less important in determining the level of part-time hiring, they could be much more significant in explaining changes in the level of such hiring" (1995, p. 309).
These non-wage labour costs have been on the rise in both Canada and the United States. Payroll taxes (including UI, CPP, Worker's Compensation, and other health and education taxes) have increased substantially in Canada over the last two decades (Abbott and Beach 1997) . In the US, "in 1973, fringe benefits accounted for 12.82 percent of all employee compensation, and ... for 1993 ... they account for 17.81 percent of compensation, an almost forty percent increase in the relative importance of fringe benefits" (Gallaway 1995, p. 309) .
In Canada, employer payroll taxes such as unemployment insurance have been payable by firms only on hours of work above 15 hours per week, providing an incentive to offer part-time versus fulltime jobs, all else being constant. In addition, this tax is not applicable for self-employed workers and hence those hired on contract. Only recently has the "under 15 hour" distortion been amended in the Canadian unemployment insurance program (Government of Canada 1995). Occupational pensions and other benefit packages also drive a wedge between the relative cost of part-time versus full-time employees and permanent versus contract workers. Indeed, recent evidence by Lipsett and Reesor (1997) shows that jobrelated employee benefits differ drastically based on job type. For instance, in 1995, the percentage of fulltime versus part-time and permanent versus temporary employees entitled to occupational pension plans were 58.4 percent versus 18.7 percent and 55.5 percent versus 19.9 percent, respectively. Corresponding figures for entitlement were also reported for other benefits: health plans (other than provincial health care), 68.1 percent versus 17.8 percent and 64.4 percent versus 19.3 percent; dental plans, 63.4 percent versus 15.9 percent and 60 percent versus 16.5 percent; and, paid sick leave, 65.7 percent versus 17.8 percent and 62.2 percent versus 19.3 percent.
In the US, differential costs associated with hiring full-time versus part-time employees relate mainly to health insurance benefits and pensions. In 1993 "[a] much higher proportion of full-time employees received employment-based health insurance coverage directly (61.2 percent) ... from an employer than did part-time employees (16.4 percent)" (Snider 1995, p. 243) . With respect to pensions, "[f]ifty-eight percent of full-time employees reported that their employer or union had a pension or other retirement plan (other than Social Security) for employees, [while] thirty percent of part-time employees reported such coverage" (ibid., p. 245).
Empirical evidence concerning the degree to which firms change the way in which they demand bundles of labour due to relative price distortions such as those noted above is sparse. Gallaway (1995) provides empirical evidence for the US on the impact of fringe benefits on the demand for part-time employees and the volume of involuntary part-time work. His results show that "[f]ringe benefits have a powerful significant effect on part-time employment ... [a] one percentage point increase in fringes as a percent of employee compensation increases the percent involuntary part-time employed by 0.57 percentage points" (Gallaway 1995, p. 312) . Abbott and Beach (1997) have provided recent evidence on the impact of payroll taxes in Canada on employment. Their results show that higher payroll taxes have disemployment effects on paid workers. Their particular study does not distinguish between parttime and full-time employment; however, their results do have implications regarding the differential behaviour by firms with respect to other aspects of labour demand. Their results are consistent with the hypothesis that increasing payroll taxes lead firms to shift their labour demand from paid employees to contracting-out.
Ranking the Explanations
From the above analysis, it is clear that both Canada and the United States have experienced particular labour market and more general economic changes that in a variety of ways support each of the three broad reasons -labour force compositional effects, supply-side factors, and demand-side factorsposited as possible driving forces for the changes we have witnessed in multiple job-holding across the two countries. While it is difficult to compartmentalize neatly the changes in moonlighting into a specific set of causal relationships and explicitly identify a relative ranking of such reasons, we can see particular trends in the motives for holding a second job. We examine existing econometric work that provides empirical evidence on various underlying hypotheses for multiple job-holding such as hours constraints on the primary job and job heterogeneity. We also tabulate data from the Canadian Survey of Work Arrangements for 1991 and 1995 and the US Current Population Survey for 1991 and 1997 that explicitly ask questions regarding reasons for holding a second job. 9 An examination of these data allows us to provide evidence on the changes in reported reasons for moonlighting over that time frame.
The econometric evidence concerning the motivation for moonlighting points to primary job constraints as a major reason for taking a second job (see Conway and Kimmel [1998] for a summary of the existing evidence). These constraints typically can be interpreted as the inability to increase earnings on the primary job by increasing hours. For salaried workers, this earnings rigidity is wellknown, but hourly workers are often unable to increase their working hours at will as a means for (temporarily or long-term) increasing earnings. For descriptive evidence of the importance of primary job constraints, Table 7 shows that in Canada in 1995, and in the US in 1997, roughly 65 percent and 59 percent, respectively, of workers reported moonlighting to meet regular expenses, pay off debts, buy something special or save for the future. These reasons can be considered to reflect each of the factors that we discussed as important to moonlighting behaviour, compositional effects (increased labour force participation by those individuals more likely to face constraints), labour supply (an increase in the number of individuals who need/wish to increase earnings), and labour demand-side (a change in the way labour is demanded resulting in increased hours constraints).
The more recent econometric studies of moonlighting (Lilja 1991; Averett 1996; Powell 1997b; Conway and Kimmel 1998) reveal that constraints can only partially explain moonlighting. Differential non-pecuniary costs and benefits on the two jobs also play a significant role in moonlighting choices. As shown in Table 7 , a significant percentage of workers moonlight in order to accumulate valuable human capital, or just because they enjoy the work on their second jobs. Not detailed in this table is the importance of non-wage benefits, particularly in the United States. Workers might continue with a less than satisfying full-time primary job in order to retain health benefits and take a second job for personal fulfillment. The notion that heterogenous jobs motivate moonlighting behaviour reflects both supplyside (non-pecuniary individual benefits) and labour demand (non-wage employer benefits). As noted above, the reported reasons for moonlighting from our data sources do not allow us to quantify the labourdemand aspect of the job heterogeneity motive. 10 Drawing on our survey data, we can examine the changes over time in the reported reasons for moonlighting. Our time frame is 1991 to 1995 for Canada and 1991 to 1997 for the United States. We classify the reported main reasons for holding a second job in terms of implied hours constraints based on the desire to increase earnings (meet regular household expenses, pay off debt, buy something special, and save for the future) and job heterogeneity (gain experience/ build business and enjoys the work of the second job). We also think it is useful to examine a subset (meet regular expenses and pay off debt) of the former reasons in order to highlight changes in moonlighting due specifically to economic hardship.
From Table 7 , we see that the desire to increase earnings and hence the implicit constraint on hours in the primary job is the most widely (over 50 percent) reported reason for taking a second job in both countries. Canadian workers reported an increase in this reason from 62.9 percent to 64.7 percent. This stems from a reported increase for women from 61.8 percent to 68.8 percent, as the percentage of men who reported this reason fell over this time frame. Indeed, just over half of Canadian women took a second job due to economic hardship in 1995 (45.6 percent to meet regular household expenses). In the United States, however, opposite to Canada the percentage of moonlighters reporting financial reasons fell slightly from 60.1 percent to 58.7 percent; up by just less than a percentage point for men and down from 64.7 percent to 58.8 percent for women.
With respect to reported reasons for moonlighting that might reflect job heterogeneity, while there was a very small overall reported increase in both countries, differences exist by gender. In both countries more men and fewer women reported that they moonlighted to gain experience, build a business or because they enjoyed the work of the second job. This may reflect the higher opportunity costs for women associated with work outside the home.
Finally, it is interesting to note the changes over time for women who report the category of "other" as a reason for moonlighting. For Canadian women this category dropped slightly from 10.9 percent to 9.4 percent, while it was up from 14.7 percent to 21.3 percent for their US counterparts. This suggests that women in the US increasingly may be taking a second job for other reasons such as securing nonwage benefits like health care or to juggle family responsibilities by using non-parental child care for one job and working a second job during hours that other family members can care for their children. 11 Overall, our survey data suggest that in Canada and the US, the main reason for moonlighting continues to be financial for both sexes. For the majority of these workers, the underlying motive is economic hardship.
CONCLUSIONS AND POLICY ISSUES
What do we learn from this moonlighting trend comparison? Both countries have experienced strong increases in moonlighting rates for women, nevermarried individuals, young persons, and service workers, while university-educated persons consistently have maintained high rates. US moonlighters remain much more likely to be "job-packaging" (combining a full-time job with a part-time job), while their Canadian counterparts, particularly female Canadians, increasingly are becoming multiple part-time job-holders. This is highlighted by the fact that US moonlighters continue to work, on average, longer hours relative to Canadian moonlighters, while the incidence of moonlighting for workers with a part-time primary job has risen significantly for the latter group. Indeed, it is important to note that as individuals increasingly work in two part-time jobs to acquire full-time hours of work, we must be wary of reporting full-time/parttime hours statistics rather than full-time/part-time job statistics. By reporting the former we may be masking the work situation of an increasing proportion of workers who, while working full-time hours from a combination of jobs, do not receive the benefits usually associated with full-time work.
Our analysis showed that evidence exists to support each of the three broad reasons -labour force compositional effects, supply-side factors, and demand-side factors -posited as possible driving forces for the changes we have witnessed in multiple job-holding across the two countries. Based on reported reasons for taking a second job from survey data, we were able to partially assess these factors. The data showed that in both countries, the majority of workers continue to hold a second job for financial reasons. The changes in the relative importance of the underlying motives for multiple job-holding were found to differ by gender and country. Fewer men in both countries are reporting that they take on a second job to increase earnings (implying that fewer males are facing hours constraints that can stem from each of the three factors above), while a greater proportion are supplying labour to a second job due to job heterogeneity. While the moonlighting rate for women has increased in both countries, unlike their US counterparts, a greater number of Canadian women are reporting financial reasons, in particular, economic hardship, as their primary motive for holding a second job. Increasingly, American women are moonlighting for "other" reasons, reporting a decrease in financial and job heterogeneity motives.
In order to reduce the demand-side factors that contribute to the likelihood that workers face constraints on their primary jobs, policymakers should re-examine the existence of any legislation that introduces distortions in the way in which firms demand bundles of labour. For instance, in Canada, the recent changes to the unemployment insurance program, which have extended coverage to include jobs under 15 hours per week, has eliminated the distortion in the non-wage payroll component of part-time versus full-time jobs. Unemployment insurance (UI) in the US, however, remains far less moonlighter-friendly. Unemployment insurance eligibility criteria vary by state, but overall, only about one-third of all unemployed workers in the US receive UI. All but the most highly paid longterm part-time workers are excluded from UI due to the eligibility rules based on earnings and hours per relevant time period. A recent report issued by the US Advisory Council on Unemployment Compensation (1996) advised that states' extend their eligibility to permit greater access for low-wage and parttime workers, but such changes are not anticipated in the near future.
The prevalence of multiple job-holding in itself is not disconcerting if such labour market activity is driven by voluntary choices on both sides of the labour market. Concern does arise, however, when such a group is comprised mainly of involuntary workers and/or those who are marginalized through the exclusion to benefits and training. As discussed in this paper, part-time versus full-time and contract versus permanent workers are much less likely to be entitled to occupational pension plans, health care (US), supplementary health benefits (Canada), dental benefits, and paid leave. Hum and Simpson (1996) highlight the fact that part-time workers receive less training than their full-time counterparts and explain that this may have adverse implications for productivity growth. Unfortunately, we cannot expect new government policy measures to reverse this trend given that government resources devoted to active labour market measures have been decreasing. Both Canada and the United States currently have a low international ranking among OECD countries (15th and 21st out of 23, respectively) for labour market program public expenditure as a percent of GDP (Sharpe and Haddow 1997) . Sharpe and Haddow (1997) note that the recent development of Labour Force Development Boards in Canada were expected to provide a forum to develop, among other things, recommendations for eligibility criteria for income support for training programs. However, the potential to address the part-time/full-time dilemma noted above effectively through this medium is unlikely given the general lack of success and closure of such boards in several provinces.
The exclusion of the contingent workforce from job-related benefits also has serious implications for the welfare-to-work transition. Many low-skill, lowincome individuals may only be able to make such transitions in the form of non-standard work, say, by piecing together multiple jobs to generate sufficient earnings to overcome the welfare tax rate hurdle. In the US, low-skill single parents may face trading off welfare payments plus access to Medicaid to join the labour market, while Canadian social assistance recipients trade off cash assistance plus a host of social services and benefits.
In Canada, the Self-Sufficiency Project (SSP) and the Earnings Supplement Project (ESP) are experiments that are designed to aid in the welfare-to-work transition and to help displaced workers on employment insurance (EI) re-enter the workforce. While the projects have similar underlying goals, they have quite different eligibility requirements regarding hours of work. The SSP, operating in two provinces, is intended to encourage the welfare-to-work transition by offering wage subsidies and a relatively low marginal tax rate. Supplement payments are made to single parents who have been on welfare for at least one year and who work full-time. This program is moonlighter-friendly in that it allows individuals to fulfill the full-time hours requirement through one or more jobs. The ESP program is aimed at speeding up the re-employment of long-term and repeat EI users. Operating in seven provinces, the ESP offers temporary earnings supplements for individuals who move off EI and take on full-time jobs. Unlike the SSP, however, individuals cannot piece together multiple part-time jobs to qualify for the ESP. (Bloom et al. 1997; Lin et al. 1998 ).
Child-care policy is also of crucial importance in the welfare-to-work transition. In the United States, recent federal welfare reform transferred much of the policy making to the states. Most states are pushing immediate employment to reduce welfare rolls and child-care subsidies are most generous for those working full-time hours. However, even those remaining on the rolls are encouraged to work, and these recipients tend to be most deficient in work-related skills, relegating them to unstable part-time work, often with multiple part-time employers. In Canada, current changes to the federal National Child Benefit program will eliminate the working-income supplement for low-income workers and extend the maximum child benefit level to families with zero income. The provinces, in turn, will reduce social assistance payments to non-working families and redirect these funds to deliver earnings supplements and to extend in-kind benefits to the working poor (Government of Canada 1997) . In this regard, provincial governments are expected to increase subsidies to child care. As workers, in particular women, strive to juggle not only family and work but also to juggle multiple jobs (or acquire other forms of non-standard work), it is important that any new child-care policy address the issue of flexibility as well as cost.
Finally, we make the case for pro-rated benefits for workers with benefits levels calculated as a function of work hours. Alternatively, we suggest the possibility of moving toward a system that accommodates person-related benefits versus job-related benefits. In essence, this would involve pooling risk among a particular association of individuals as opposed to those working under specific conditions in a given enterprise. For example, with regard to supplementary medical and dental benefits, one solution would be to move toward a voucher system. This would involve the issuance of pro-rated vouchers by firms to their employees which, in turn, could be redeemed by employees with insurance brokers/ companies. The system could be tailored so as to allow individuals to combine multiple pro-rated vouchers to secure full coverage. Such a system would also allow individuals to purchase insurance plans which are better suited to their own preferences (i.e., choice with respect to the amount of deductible, percentage of coverage, etc.) where the individual pays the differential in cost for more comprehensive plans. In addition, when individuals change jobs, they could keep the same plan and simply substitute employer vouchers.
NOTES
11 In 1994, nearly 50 percent of preschool children with working mothers were cared for by relatives (Casper 1997) .
